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ARTICLE I 
RECOGNITION 
The South Lewis Central School District (hereinafter the "District") hereby recognizes the South Lewis Teachers' 
Assoc~ation (hcreiriafter the "Association") as the sole and exclusive bargaining agent for the bargaining unit consisting 
of all teachers and teacher assistants except that such unit shall specifically exclude all full-time administrators, the 
Athletic Director, the Director of Guidance, all substitute teachers and substitute teacher assistants, and per-diem 
substitute teachers. 
ARTICLE 11 
NEGOTIATIONS PROCEDURES 
1.0 The first meeting of the negotiating committees of the South Lewis School District and the SLTA shall be held 
no later than January 10, prior to the date of the expiration ofthe existing Agreement, except by mutual consent. 
2.0 At the initial meeting there will be a mutual exchange of packages or items to be considered during the 
bargaining process. 
ARTICLE 111 
VACANCIES AND TRANSFERS 
1.0 Notice of unit vacancies for the succeeding school year shall be posted next to all sign-in sheets and e-mailed 
to all unit members on the District network server. Teachers requesting transfers within the same tenure area 
for such vacancies shall be given preference for those vacancies if in the judgment of the Superintendent such 
transfer is in the best interest of the District. The posted notice shall contain a specific date for applying for 
such transfer and will be posted for ten (10) working days prior to application deadline. 
2.0 Involuntary transfers and reassignments shall be based only on sound educational policy. An involuntary 
transfer or reassignment shall be made only after a meeting between the teacher involved and the elementary 
or secondary principal as it applies. At this time the teacher will be notified of the reasons therefor. In the event 
the teacher objects to the transfer or reassignment, at this meeting, he/she may request a second meetlng with 
an Association representative, the Superintendent, and the elementary or secondary principal involved, to 
review the matter. 
The administration will make every good faith effort to notify affected teachers by May I ,  of any such 
mvoluntary transfer or reassignment. In any case, affected teachers will be transferred or reassigned no later 
than June I for the following year. The only exception shall be for reasons of health occurring after June 1. 
TEACHER EMPLOYMENT 
I .O No unit member shall be hired at a salary level beyond hislher experience level. Should an extended term 
substitute or temporary teacher be appointed to a probationary appointment by the District, and provided that 
the appointment immediately follows the substitute or temporary employment, hei'she shall be placed on the step 
of the salary schedule which reflects continued service in the District. 
2.0 Beginning with the 1987-88 school year, step credits shall be assigned as follows: Any teacher who works full- 
time for at least one semester (one-half of the school year) shall move up one step the following September of 
any year when steps are not frozen. Any teacher who works less than one semester (one-half of the school year) 
shall remain on the same salary step the following September. 
3.0 Physical Examinations 
3.1 In the event the District requires a unit member to have a physical exam, the District will pay for the 
cost of the physical exam. 
4.0 Length of Work Day 
4.1 Starting and ending time for the elementary unit members will be set at 8:05 a.m. with an 
ending time at 3:05 p.m. Students may begin arriving in their respective homerooms at 8120 
a.m., with the instructional day to begin at 8:30 a.m. 
It is understood that an elementary unit member may request extra time in the morning (8:20 
- 8:30) to meet with other unit members concerning school issues. A 24-hour notice must 
be provided to the building administrator if such time is needed. 
The SLTA recognizes that situations may arise in which the school buses may periodically 
arrive later than 3:05 p.m. When a unit member stays beyond the normal workday to 
supervise, helshe will be compensated. 
4.2 Starting time for the middle and high school would be set at 7:38 a.m. with an ending time 
set at 2:46 p.m. for teachers. Students may be dismissed at 2:06 p.m. or stay for an Activir)? 
Period. During the Activity Period students may stay for clubs, remediation, sports, etc. 
Teachers will be available for those activities and meetings (i.e., faculty, curriculum, SDM 
committee meetings) in which attendance is required. (7 hours, 8 minutes per day) 
4.3 In order to bring equity between the two schedules, the middle and high school staff will be 
allowed to leave at 2.06 on the last day of the work week. 
5.0 Teacher Hiring 
An advisory committee of teachers primarily from the building involved and designated by the Association will 
be consulted concerning the hiring of teachers for that building and transfer of teachers into or out of that 
building. This consultation shall be to the degree deemed practical by the administration in consideration of 
the District's needs in making such decisions. 
6.0 Work Year 
The length of the work year for SLTA members shall not exceed 183 days. Any increase in the length 
of work year mandated by the District beyond 183 days, or for individual teachers required to work 
more days than the entire bargaining unit, shall be compensated by paying each teacher involved 
1/200th of their individual salary. 
The school year shall be from September 1 to June 30 
If by May I, two (2) or more unused snow/emergency days remain, bargaining unit members shall not 
be required to report for work on the Friday before the Memorial Day holiday. The Superintendent 
may at his or her discretion recommend to the Board of Education the return of any additional unused 
emergency days. 
Fingerprinting 
7.1 Fingerprinting of any unit member required as a condition of employment shall have all expenses 
associated with fingerprinting paid for by the District. 
ARTICLE V 
TEACHER PREPARATION TIME 
Whenever possible each elementary classroom teacher will have a minimum of 40 minutes each day, duty free, 
for the purpose of planning and preparation; no elementary teacher will have less than 30 minutes per day, duty 
free, for the purpose of planning and preparation. 
Each secondary and middle school teacher will have at least one per~od each day, duty free, for purpose of 
planning and preparation. 
2.1 In an eight (8) period day a secondary teacher electing five (5) classes shall have one (1) preparation 
period, each day and a secondary teacher electing six (6) classes shall have two (2) preparation 
periods, each day. 
2 .2  The district shall make every effort to provide each middle school team of teachers three periods 
within the six day cycle for the purpose of team planning and preparation. The teachers will not be 
scheduled more than one team planning period per day. If the district cannot schedule the three team 
planning periods in the six day schedule then a grievance may be filed starting at the Superintendent's 
level. 
The above is exclusive of the normal time allotted for lunch. Further it is recognized by both parties to this 
Agreement that preparation time is not guaranteed to the exclusion of the overall educational program and such 
events as an assembly, a field trip, other activities which are outside the normal routine or an emergency may 
cause the cancellation of preparation time on any given day. 
ARTICLE VI 
TEACHER LOAD 
Whenever possible a teacher shall have no more than 25 pupils per class. 
Teacher Aides 
2.1 Whenever possible, teacher aides or monitors will be scheduled to cover bus loading and unloading 
duties, cafeteria supervision, and playground activities during the lunch period. 
2 .2  No instructional duties will be assigned to teacher aides or assistants unless under the direct 
supervision of a teacher, except when the aide or assistant is functionmg as a temporary substitute. 
After school meetings in which mandatory attendance is required, will be limited to one forty (40) minute 
meeting a month. It is understood these meetings w~l l  start w~thin fifteen (15) mlnutes after students are 
dismissed. 
ARTICLE V11 
GRIEVANCE PROCEDURE 
The following procedure shall be followed for the processing and determination of grievances as hereinafter defined: 
1.0 Definitions: 
1.1 A "grievance" is a claim by any party to the contract that there has been a violation, misinterpretation 
or misapplication of the employment contract or that there has been a unilateral change m the terms 
and conditions of employment. 
1.2 "Supervisor" shall mean any department chairman, principal, assistant principal, immediate superior, 
or other administrative or supervisory officer responsible for the area in which an alleged grievance 
arises. except for the chief executive officer. 
1.3 The chief executive officer is the Superintendent of the District. 
1.4 Aggrieved party shall mean any employee covered by this Agreement filing a grievance or the 
grievance committee. 
1.5 "Grievance Committee" is the committee created and constituted by the Association to represent the 
Association in respect to the grievance procedure. 
2.0 Procedure: 
2.1 Except at the informal stage, all grievances shall be in writing and shall include the name and position 
of the aggrieved party, events or conditions constituting the grievance, identification of the contract 
provisions involved, identity of the responsible parties. and a general statement of the nature of the 
grievance, the redress sought, the date ofthe grievance, and date of the event prompting the grievance. 
2.2 All steps in the grievance procedure shall be conducted outside of school hours. 
2.3 All grievances shall be processed through the grievance procedure prescribed by this article. 
3.0 Time Limits: 
3.1 No grievance will be entertained and will be deemed barred unless presented within fifteen school 
days after the aggrieved party knew, or should have known, of the act or condition on which the 
grievance is based. 
4.0 Stages: 
4.1 Stage One: Supervisor 
An aggrieved party having a grievance will discuss it with hisher supervisor with the objective of 
resolving the matter informally. Ifa grievance is not resolved informally, it shall be reduced to writing 
by the Association and presented to the supervisor within five (5) school days. The supervisor shall 
then render a decision in writing and present it to the aggrieved party within five (5) school days. If 
the supervisor is absent or not available, the written grievance shall be presented at the office of the 
Superintendent within the required time period. 
4.2 Stage Two: Chief Executive Officer 
Lf the aggrieved party is not satisfied with the written decision at the conclusion of Stage One, he/she 
shall, within seven (7) days, file a written appeal of the Stage One decision with the Superintendent. 
Within five (5) school days after the receipt of the appeal, the Superintendent, or hidher duly 
appointed representative, shall hold a hearing with the aggrieved party. The chief executive officer 
shall render a decision in writing to the aggrieved party within five (5) school days after the hearing. 
4.3 Stage Three: Board of Education 
If the aggrieved party is not satisfied with the decision at Stage Two, the aggrieved party will file an 
appeal with the Board of Education within ten (10) days after delivery of the decision of Stage Two. 
The Board of Education will hold a hearing at its next regular meeting concerning the grievance, 
unless in the judgment of the Board, a special Board meeting should be held for that purpose prior to 
the next regular Board meeting or the next succeeding meeting. Within ten ( 10) school days after the 
hearing the Board shall render in writing a decision on the grievance and deliver the same to the 
aggrieved party. 
4.4 Stage Four: Arbitration 
4.41 If the above procedures fail to resolve the grievance in a manner acceptable to the 
Association, the matter may be submitted to arbitration. The Association may, within fifteen 
(15) days of delivery of the written decision at Stage Three, submit said grievance to 
arbitration under the rules of the American Arbitration Association. The parties shall be 
bound by the rules of the American Arbitration Association. 
4.42 The selected arbitrator, agreeing to serve, shall promptly hear the matter and render hisher 
decision not later than fourteen (14) calendar days after the close of the last of the necessary 
hearings. The arbitrator's decision shall be in writing and shall set forth findings of fact, 
reasoning. and conclusions on the issue. 
4.43 The decision of the arbitrator shall be final and binding on all interested parties and the 
aggrieved party, provided that the arbitrator shall limit hidher decision to the interpretation 
and application of the terms of this Agreement. 
4.44 The cost of the services of the arbitrator shall be borne equally by the Board of Education 
and the Association. 
1.45 It is agreed that each grievance will be considered a complete and separate grievance unless 
there are some of a similar nature which may be combined by mutual agreement. 
ARTICLE VIII 
TEACHER COMPENSATION 
1.0 Salary Schedule - See Appendix A. 
1.1 The amount paid for every three hours of approved graduate courses w~l l  be adjusted to equal one- 
tenth of the dollar difference between any two columns on the salary schedule at the same step. 
Approval for graduate courses is at the discretion of the Superintendent. 
I .  Beginning July 1 ,  1984. unit members will not receive payment for credit hours earned past B + 72. 
Un~t  members who are being paid for hours in excess of B + 60 as of June 30, 1979, will contlnue to 
be paid for those hours at the contractual rate as long as they have an employment relationship with 
the District. 
2.0 Extra Pay for Extra Duties - See Appendix B 
2. I Extra-Duty Coaching Assignments 
2.1 1 The District will notify unit members in writing that extra duty athletic assignments are 
available. 
2.12 Qualified unit members will be assigned to coaching assignments if such members apply for 
such assignments prior to a deadline established by the District. 
1 3  The Director of Athletics may be assigned up to three (3) coaching assignments per year 
provided that when such assignments were performed by a qualified unit member in the 
previous school year and such unit member applies for the same assignment in the current 
year, the Director of Athletics may not apply for that position. In the event of a vacancy in 
coaching assignment occurring when a unit member elects not to perform an assignment 
helshe performed in the previous year, the Director of Athletics will have first preference for 
such assignment. 
2. I In the event that no member of the brgaining unit applies for a vacant coaching assignmer!t 
or that the Athletic Director 1s not assigned tosuch position, the District will be free to recruit 
from outside the unit. 
2.2 Accompanist - The  District will notify unit members in writing that a n  accompanist is 
needed. A n y  unit member who applies may need to audition to show his o r  her ability to 
play the requisite music. If a qualified and competent person is not available from the 
applications received then the district will be free to recruit from outside the unit. 
3.0 Chaperons 
3.1 The amounts listed in Appendix "B" will be paid to chaperons, ticket sellers, scorekeepers, and 
timekeepers of any athletic event. 
3.2 In addition, all MS/HS unit members will be expected to assume two home chaperone duties 
(excluding MS/HS dances and Activity Nights). Unit members will sign up for these duties in the 
High School office. 
The first duty will be voluntary. For the second duty, and any duty thereafter, each unit member will 
receive the chaperone duty pay listed in Appendix B (3). 
Faculty members that chaperone danceslactivity nights will receive the chaperone pay listed in 
Appendix B (3). Paid classlactivity advisors are not eligible for this fee. 
3.3 All elementary unit members will be expected to assume chaperone duties for the annual Physical 
Education night. This duty will be considered their unpaid chaperoning duty for the year. 
Any duty thereafter, each unit member will receive the chaperone duty pay listed in Appendix B (3). 
Any elementary unit member who has two or more Open House responsibilities in two or all of the 
elementary buildings will have satisfied their chaperone duties for the year. They will not have to 
attend the Physical Education Night. 
3.4 If a unit member is a three-season coach helshe will not be expected to chaperone any home events. 
4.0 Teaching Principal in the Elementary Schools 
1.1 The job description of the teaching principal in the Constableville School of the South Lewis System 
is: 
4.1 I This position will provide an opportunity for an elementary teacher to gam administrative 
experience while giving instruction in such subjects or grades he or she is appointed to teach. 
4.12 The individual will have the opportunity to expand on the responsibilities delegated to him 
or her with the permission of the elementary principal. 
1.13 A basic group of responsibilities is provided to serve as a guide. These responsibilities are 
found in the current Board of Education Policy Handbook. 
4.14 Added compensation scale is as follows: 
Constableville School $5000 
5.0 Guidance Counselors and School Psychologist 
5.1 Certified guidance counselors and the school psychologist shall be paid the amount listed below in 
addition to the base pay for the ten ( 10) month pay period, plus an additional 10% of the total salary 
for each month worked in excess of ten. 
5.2 The stipend shall be $1,400. 
5.3 The guidance counselor and the school psychologist shall have a work year starting at the beginning 
of the regular school year and ending on June 30 and work up to two (2) Saturdays during the year. 
6.0 Teacher Assistant 
6.1 Teacher assistants shall receive all benefits ofthis Agreement except: Article IV, Sections 4.0 and 5.0; 
Article V; Article VI; Article VIII, Sections 1.0.4.0, and 5.0; Article X, Section 8.0; Article XII; and 
Article XV. 
6.2 The Teacher Assistant's salary shall increase by the same percentage applied to the teacher salary 
schedule. 
7.0 Retirement 
7.1 A unit member who plans to retire and is credited with twenty or more years of service (South Lewis 
and schools which formed South Lewis) will be granted an additional $100 salary increment per 
month, in the unit member's last year of service, for each month of notice of retirement he or she 
extends to the Board of Education, provided that the retirement is announced at least three months in 
advance of its effective date. The $100 salary increment may be paid monthly or may be accumulated 
by the District to be paid as a lump sum on the final payday prior to retirement, at the retiree's option. 
Adequate notice will be prior to the first Board meeting in any month. The following provisions will 
apply: 
7.1 l The minimum payment (3  months notice) will be $300 and the maximum payment ( I 0  
months notice) wdl be $1,000. 
7.2 In addition to such retirement increment listed in 7.1 above, employees so retiring shall be reimbursed 
for their accumulated slck leave as follows: 
Accumulated Sick Days - $25 per day 
Such payment will be to a maximum of $5,000 and will be made as a lump sum on the final payday 
prlor to retirement. 
7.21 All legally required deductions will be made from the lump sum by the District md the 
balance will be paid the involved unit member. 
7.22 The method used to indicate retirement shall be a letter addressed to the Board of Education 
stating the unit member's date of retirement, transmitted through the Superintendent's office. 
7.23 To qualify, unit members must be in the employ of the District throughout the school year. 
Mileage Rate 
8.1 The mileage rate for authorized traveling expenses paid by the District shall be the IRS mileage rate. 
8.2 If no school vehicles are available for use for authorized trips or conferences, mileage will be paid at 
the rate in 8. I, or the cost of public transportation, whichever is less. 
8.3 Claims must be submitted monthly. 
Eleven-Month Employees 
9.1 Regular work year begins the day all staff report to work in September through June 30 of that year. 
9.2 The eleventh month will begin July 1 until the day before all staff are to report to work in September. 
The number of days to be worked w111 be 20 days. 
9.3 The work schedule for this period will be developed mutually by the building principal and the 11-  
month employee. 
Sick Day Buy Back 
10.1 Any unit member that has over the maximum of 200 accumulated sick days on June I"  of any given 
school year, helshe may sell up to 5 days back to the District, between June 1" and June loth of that 
year, at the rate equal to the certified substitute teacher pay rate in effect at the time of hisher request. 
A unit member may not sell back an amount of sick days that will reduce the accumulated sick day 
total below 200 days. 
In-service Workshop 
1 1.  I Unit members will be compensated for District approved time outside of the regular school day at the 
curriculum development pay rate and will be reimbursed for mileage. 
1 1.2 Teachers new to the District who attend the after school Induction Program will be reimbursed at the 
current Curriculum Development rate found in Appendix B (3). 
Student Activity Accounts 
12.1 A unit member who has applied and has been appointed to this position will have their schedule 
arranged so helshe has an additional preparation period each day free from any assigned duties so the 
unit member may attend to the duties required by this position. The stipend will be $750. The 
exception to the additional free period would be if the position is filled by the Union President or a 
MSIHS teacher who has elected to teach six classes. 
ARTICLE IX 
INSURANCE AND HOSPITALIZATION 
1.0 Jefferson-Lewis School Employees Health Plan 
1.1 The Board of Education of the South Lewis Central School District elects to participate as a 
participating employer in the Jefferson-Lewis School Employees Health Plan and to include in such 
plan its officers and employees. The Board will pay 90% of the individual's coverage and 85% of a 
family or member plus dependent premium. 
I For unit members who retire on or after July 1,  1987, the Board will increase its share of the individual 
retiree's coverage from 50% to 65%, and will pay 35% of dependent coyerage plus Medicare 
coverage. 
For unit members who retire on or after July I, 1988, the Board will pay 70% of the individual retiree's 
coverage and 35% of dependent coverage plus Medicare coverage. 
2.0 Cornpensable Injury: 
Whenever a unit member is absent from school as a result of personal injury caused by an assault or accident 
occurring in the discharge of hislher duties and not as the result of hidher negligence. heishe will be paid hisiher 
full salary for the first 30 days and such 30 days of absence will not be charged to hisiher sick leave. 
Above does not apply to injury received as a result of assault by a fellow staff member. 
The School District will make application to the compensation carrier for reimbursement to the District of pay 
benefits for the applicable time period. 
3.0 Dental Insurance 
3.1 Effective July I, 2003, the Board will contribute towards the dental insurance premium of any unit 
member who chooses to participate in the dental insurance program in the following manner: 
3.11 The lesser of $163.36 or 90% of the premium for the individual coverage plan. 
3.12 The lesser of $163.36 or 85% of the premium for the family coverage plan. 
3.2 The Board will provide payroll deduction for unit members who elect the Dental Program. 
4.0 IRS Section 125 Plan 
The District agrees to provide a section 125 plan for the payment of health and dental insurance premiums. 
unreimbursed medical expenses and dependent care costs. 
ARTICLE X 
EXCUSED ABSENCES 
1.0 Sick Leave 
I. 1 Every regular employee of the School District will be allowed I2 days of sick leave per school year, 
accumulative to 700 days, for personal sickness. (Employees worklng more than I0 months will be 
granted I .Z additional days for each month worked in excess of 10.) 
1.1 1 Up to 5 days of personal sick leave may be uscd for the illness of immediate family. At the 
sole discretion of the Superintendent, additional days of personal sick leave may be used 
upon the request of the individual unit member. 
1.2 The Superintendent may require a doctor's verification for an absence for illness for five (5) or more 
consecutive school days. 
1.3 A statement from either the school doctor or an individual's personal physician may be required before 
returning to employment for any extended illness which is longer than 30 calendar days. 
2.0 Personal Leave 
2.1 Personal leave days are not to exceed three days. 
2.1 I All personal leave days must be approved in advance (sufficient time to obtain a substitute, 
unless an emergency prewnts prior approval), by the Superintendent or designee and may 
be granted provided that such leave is not used to extend vacation periods or legal holidays. 
In cases of emergency, the Superintendent may grant leave for a day before or after a 
vacation period or legal holiday. 
2.12 Two days of personal leave may be used without providing a reason on the request form. 
2.13 Up to three (3) days of umsed personal leave will be accumulated at the end of the year as 
sick leave. However, the maximum accumulated s ~ c k  days shall not exceed a total of 200 
days. 
3.0 Leave of Absence 
3.1 Extended leaves of absence, without pay, shall be granted for good and sufficient reason (e.g. personal 
health, travel, or study) to a unit member who has been employed in the District for a minimum of two 
years at the sole discretion of the Board of Education and shall be granted for a minimum of one 
semester. Application for anextended leave of absence will be made, in writing, to the Superintendent 
as early as possible. If the employee is eligible for leave under the Family and Medical Leave Act 
(FMLA), the reason for the leave is permitted under FMLA and the employee has not exhausted all 
of his or her allowable leave, then the employee shall continue receiving health benefits by paying the 
same amount as if he or she were stdl worklng. Once the employee has exhausted all of h ~ s  or her 
FMLA leave, then the employee may continue receiving health benefits by paying the full premium 
cost. 
3.2 Where the effective date and date of return is not included in the approved request, the effective date 
and date of return from an extended leave of absence will be established by the Superintendent after 
giving consideration to the wishes of the unit member and the best interests of the students. The unit 
member shall begin a leave at the beginning or end of a semester and resume teaching services at the 
beginning of a semester. 
3.3 Upon return tiom an extended leave of absence, a unit member shall regain all rights and privileges 
and be returned to the same or simdar position from that which helshe left. provided that the unit 
member furnishes the Superintendent with written notice of hislher intent at least 60 days prior to the 
date of proposed return. 
4.0 Parental Leave 
4.1 Parental leave without pay. not to exceed one ( 1 ) year. will be available for the purpose of caring for 
a child in the first year following birth, adoption, or placement in foster care. 
While on parental leave, the member may continue receiving health benefits by paying the full 
premium cost. All benefits previously accumulated will continue in force for the unit member. If the 
employee is eligible for leave under the Family and Medical Leave .4ct (FMLA) and the employee has 
not exhausted all of his or her allowable leave, then the employee shall continue receiving health 
benefits by paying the same amount as if he or she were still working. Once the employee has 
exhausted all of his or her FMLA leave, then the employee may continue receiving health benefits by 
paying the full premium cost. 
Sick leave is available for the period of medical disability relating to pregnancy occurring prior to an 
unpaid leave of absence. Members on medical disability must provide physician verification that the 
member is physically able to return to work. 
Requests for parental leave shall be submitted to the Superintendent, for Board of Education 
consideration. in writing, at least thrity (30) days prior to the anticipated start of the leave. 
Return from parental leave will be at the beginning of the school year or semester. Upon return, the 
unit member regains all rights and privileges, and returns to the same or similar position in their 
certified area as that which they left. 
4.51 The Superintendent may, in hidher discretion, permit a unit member to return at a time other 
than in Section 4.5 above. 
BirthIAdoption Leave: Unit members shall be entitled up to a maximum of five (5) days paid leave, 
each school year for the birth or adoption of their children. In the event a birth or adoption is for 
more than one ch~ld. I.e., twins, triplets, or adopting more than one child the same time, the unit 
member shall be allowed the 5 paid days only, and not 5 paid days per child. Such leave shall be taken 
no later than one month after the child's arrival in the home. Only one member of the family (if both 
are teachers within the District) may take advantage of this benefit. In the event a unit member has 
been granted leave pursuant to the rules and regulations of the Family Medical Leave Act (FMLA). 
the 5 paid days may run concurrent with the unit member's FMLA leave. 
5.0 Short-Term Leaves of Absence Without Pay 
5.1 Short-term (two weeks or less) leaves of absence may be granted by the Board of Education for staff 
members. 
5.2 The following criteria must be observed, except if the reason for the leave subjects it to the federal 
Family and Medical Leave Act (FMLA) and the employee is eligible under FMLA then the 
requirements of FMLA regulations will be adhered to. 
The staff member must submit a request in writing to the Superintendent no later than one 
month prior to the dates requested. 
The purpose of the leave must be included with the request. 
No more than two people may be granted such requests for the same time period. 
Leave requests will not be honored for time periods during January or June. 
Short-term leaves of absence will not be granted more than once during the three-year period. 
A unit member will not be eligible for a short-term leave of absence unless heishe has been 
employed in this District for a minimum of two years. (.4 unit member on permanent 
appointment will receive preference.) 
Emergency is excepted in the above items. 
6.0 Bereavement Leave 
6. I Unit members shall be entitled to three (3) days per occurrence for bereavement in the event of death 
in the family of the member or the member's spouse. Such leave shall not be deducted from other 
leaves. 
7.0 Jury Duty 
7.1 An employee called forjury duty, or subpoenaed to give testimony before a judicial or administrative 
tribunal will: 
7.1 1 Receive full pay for length of time involved. 
7.12 The unit member will reimburse the District for any compensation received from jury duty 
(less mileage) for the days served. unless the member has completed hidher normal work 
week. 
7.13 If the employee is dismissed before noon on jury duty or other judicial assignment, he!she 
is to report to work for the remainder of histher normal work day whenever possible. 
7.14 When an individual is notified ofjury duty, helshe will inform histher supervisor. 
8.0 Visiting Days 
8.1 .4 unit member shall be given a total of one ( I) day leave of absence per school year, with pay, for the 
purpose of visiting schools to observe class procedure and teaching methods, and conferring with 
teachers concerning ways and means of improving instruction. Such leave ofabsence shall be planned 
at the discretion of and in cooperation with the building principal and with the approval of the 
Superintendent. 
9.0 Sabbatical Leave 
9.1 On the recommendation ofthe Superintendent, the Board of Education may permit members of the 
professional staff to take sabbatical leaves when in their considered judgement the professional 
competence of the staff member and the general welfare of the public schools will be benefitted. 
9.2 Sabbatical leave is given to professional personnel to permit them to improve their ability to render 
educational service. Such improvement is usually achieved by formal study, research, andlor writing, 
and travel. Applications for sabbatical leave for other types of experiences shall be considered on 
their merits and may be approved by the Board of Education upon the recommendation of the 
Superintendent. 
9.3 Sabbatical leave may be combined with programs of study, research. writing. or travel, which are 
financed by outside non-commercial agencies such as universities or foundations. However. the 
amount of any financial grant or salaryprovided by an outside non-commercial agency shall be taken 
in account and an adjustment made In the salary paid by the Board to the staff member while on leave 
if hdshe is receiving hislher full salary. 
0.4 A maximum of one member of the professional staff may be on sabbatical leave at any one time. 
9.5 i\pplicants must be permanently certified before being considered for sabbatical leave. 
9.6 Approval of a sabbatical leave by the Board of Education shall he contingent upon securing an 
employee qualified to assume the applicant's duties, or some other equally satisfactory arrangement 
made. 
A sabbatical leave once granted may not be terminated before the date of expiration except as 
otherwise provided herein or as otherwise agreed upon by the Superintendent and the Board of 
Education. 
The Board of Education reserves the right to reject any or all requests for sabbatical leaves ofabsence. 
Qualified staff members may be permitted to choose between the following alternatives: 
Minimum Consecutive Years of Portion of Regular 
Service within the District Length of Salary Paid 
or Component School District Leave While on Leave 
7 *Up to one semester 100% 
7 *One year 50% 
Applicant will not receive, in total amount, more than one half hislher annual salary. 
As a condition to receiving final approval for a sabbatical leave. a staff member shall file with the 
Clerk of the Board of Education, a written agreement stipulating that heishe will remain in the service 
of the South Lewis Central School District for the following number of years after the expiration of 
said leave: 
Length of Portion of Years of Service 
Leave Salary Paid to be rendered 
*One Year 50% 2 Years 
*One Semester 100% 2 Yars 
*One Semester 50% I Year 
*This means one South Lewis Central School District school year, or one South Lewis Central School 
District semester. 
When a staff member completes the planned program of the leave, but does not complete the agreed 
number of years of service in the South Lewis Central School District, heishe shall within two (2) 
years repay to the Board of Education the proportionate part of hislher leave of absence salary as the 
unexpired period of service bears to said agreed upon years of service. This rule does not apply in 
cases wherein the person becomes incapacitated to work or in cases wherein the rule is waived by the 
Board of Education. 
At the expiration of a sabbatical leave, the staff member shall be restored to hisher position or to a 
position acceptable to the returnee with like nature, seniority, status, and pay provided that the staff 
member remains eligible for reinstatement under other rules and regulations ofthe Board of Education. 
10.0 Association Business 
10. I Twelve ( I  2) Association Business days will be ava~lable. The President will notify the Superintendent 
of the unit member(s) who will be absent under this leave. Use of these days will not be deducted 
from other leaves. 
10.2 When a unit member in grades 6- 12 is elected as President, hisiher schedule will be arranged so that 
the last period of each day is free from any assigned duties. During this time the President may attend 
to the duties of the office. 
10.3 When a unit member in grades K-5 is elected as President, hislher schedule will be arranged so that 
a special area teacher is assigned to hisiher class at the end of each day and the President is free from 
assigned duties. During this time the President may attend to the duties of the office. 
10.4 When a unit member who is a special area teacher is elected as President, hidher schedule will be 
arranged so that the last period of each day has no assignment and the President is free from ass~gned 
duties. During this time the President may attend to the duties of the office. 
10.5 Any adjustments in schedules will be made at the beginning of the school year. 
11.0 Jefferson-Lewis Healthcare Plan - Board of  Trustee Leave 
1 1 .  I A unit member who has been properly elected to hold a seat on the Board of Trustees of the Plan shall 
receive paid release time, with a maximum of  I0 days per year, in order to attend any function of the 
Board of Trustees that occurs during the unit member's scheduled workday. 
1 1.2 The unit member trustee shall notify the District as soon as possible of all meetings of the Board of 
Trustees of the Plan for which helshe requires release time. 
ARTICLE XI 
SICK LEAVE BANK 
The sole purpose of the Sick Leave Bank is to provide additional sick leave to bank members who have exhausted their 
own sick leave and have suffered a prolonged illness. The Sick Leave Bank will be administered according to the 
guidelines below. Recommendations for changes and/or interpretations will be made by the Sick Leave Bank Committee, 
subject to the approval of the Superintendent of Schools and the Association President. 
All professional members of the staff represented by the SLTA are eligible for membership. 
Application for membership must be made in writing and to the Clerk of the Board of Education. Returning 
employees must apply on or before July 15 to be eligible for the following school year. New employees must 
apply on or before the end of the first full month of school to be eligible in that school year. 
An initial contr~bution of two to five days must be made from a member's accumulated sick leave days at the 
individual's discretion. Thereafter, an annual contribution of one day per school year must be made from a 
member's accumulated sick leave in order to retain membership in the bank. 
When the total number of days in the Bank reaches five hundred (500) no additional days will be contributed 
by members except as follows: 
4.1 When the number of days falls below one hundred (1 00) each member will be assessed one day. 
4.2 Unit members who do not join initially, including those hired after 711 184. will continue to contribute 
until the total contribution matches the maximum of the initial members. 
Days contributed to the Sick Leave Bank are non-refundable. 
Persons wishing to terminate membership in the Sick Leave Bank must notify the Clerk of the Board of 
Education in writing before July 15 or they will continue to be members for the following school year. 
Before a member can draw on the Sick Leave Bank all ofhislher personal sick leave must have been exhausted. 
After a member has exhausted hisiher personal s ~ c k  leave, a waiting period of 5 working days must occur before 
drawing days from the bank. 
If the Sick Bank Committee deems the request justifiable, it may grant such leave from the Sick Leave Bank. 
9.1 If the applicant does not use all the days allocated. the unused days will be returned to the Sick Leave 
Bank for future use by members of the Bank. 
9.2 [n the case of undue hardship, an individual may petition the Sick Bank Committee for more days. 
The following general rules shall prevail: 
10.1 Benefits received from the Sick Leave Bank shall not be repaid by the individual 
10.2 Benefits are applicable only to subscribing members and are not available for other than personal use. 
10.3 Benefits shall only be available so long as there are days in the "Bank". 
10.4 Benefits apply only to days on which the applicant would normally have worked. 
10.5 Benefits will be calculated by dividing the individual's annual salary by two hundred (200) days. 
All applications for benefits will be reviewed by the Sick Leave Bank Committee composed of three persons 
appointed by the President and two persons appointed by the Superintendent. 
Such requests to the committee will be in writing and detail the following: 
12.1 Nature of the prolonged serious illness, injury, or physical disability. 
12.2 Physician's recommendation (documented) 
I .  An estimate of the days required. 
The committee shall forward a copy of all documentation and their decision to the Superintendent and the 
Association. 
ARTICLE XI1 
FAIR DISCIPLINE PROCEDURES 
In the event that any charges are brought against any probationary member of the professional staff and the 
charges, if verified, would in the opinion of the Chief School Administrator be such as to warrant consideration 
of a disciplinary measure, then the following procedure shall be adhered to before the Chief School 
Administrator makes a determination. 
The teacher shall be notified of the charges, the name of the charging party, and the maximum penalty 
possible should said charges be verified at a hearing, and this notification shall be in writing within 
three (3) days of the filing of said charges. The teacher shall also be notified of hisiher right to 
Association representation before helshe makes any statement or decisions with regard to the pending 
charges. 
The teacher shall be entitled to a hearing, but may waive a hearing at hislher discretion by written 
notice within five (5) days of being notified of the charges. Should the teacher waive a hearing this 
shall not, in any way, be an admission of the charges on the part of the teacher. However, upon waiver 
of a hearing by the teacher, the Chief School Administrator may administer disciplinary action to the 
same degree as if the hearing had been held and the charges substantiated. 
Should a hearing not be waived by the teacher, then the teacher shall, at the hearing, have the right to 
representation of histher choosing, the right to present witnesses and other evidence in hislher own 
behalf, the right to cross-examine witnesses and the right to have the Hearing Officer reserve forming 
judgment until the hearing is completed. The school authorit~es hall be authorized to have an attorney 
present and to present such evidence as they may determine pertinent to the charges. A summary of 
the hearing shall be made, but a verbatim transcript is not required. Such a transcript may be kept, 
however, at the expense of the party requesting it, or at shared expense of the parties upon mutual 
agreement to do so. 
.4 If the teacher has not waived a hearing within the required five (5) days, the Chief School 
Administrator shall schedule the hearing to be held on a regular business day at the school in which 
the teacher is employed or in the District administrative offices in Turin. Such hearing shall be 
conducted by the Chief School Administrator or a duly designated Hearing Officer. 
1.5 If the procedures outlined in this contract provision are followed, then the decision of the Hearing 
Officer shall be final. 
1.6 The chiefschool officer shall retain the authority to suspend a teacher pending a hearing should hefshe 
deem it in the best interest of all parties. 
1.7 The annual decisions regarding the granting of tenure and the reemployment of probationary teachers 
are not considered "dismissals" or "disciplinary measures" as these terms are used in this article of the 
contract. 
ARTICLE XI11 
JUST CAUSE 
No member of the bargaining unit shall be dismissed. disciplined, reduced in rank or compensation, or have 
an unsatisfactory evaluation placed in hislher file without just cause. 
"Just Cause" shall include, but not be limited to, the following: 
Persistent tardiness. 
Serious or continued failure to complete required reports on time. 
Serious or continued failure to meet acceptable standards of teaching performance in the classroom 
as established by the District. 
Inability to control student behavior. 
lnadequate command of subject matter. 
Repeated poor language usage in the classroom. 
Serious or repeated failure to comply with administration directives. 
Use of alcohol while on the job. 
Immorality. 
Dishonesty. 
Serious or continued failure to accept assigned duties. 
Unwarranted abusive criticism of fellow employees in the media, PTA meetings, or other public 
forums. 
Serious or repeated misuse of sick leave or other leave. 
Conviction of a crime involvmg drugs. 
ARTICLE XIV 
PERSONNEL FILES 
1.0 An official unit member personnc :I file shall be maintained under the following circumstances. 
1.1 No material derogatory to a unit member's conduct, service, character, or personality shall be placed 
in the files unless the teacher has had an opportunity to read the material. The unit member shall 
acknowledge that heishe has read such material and must affix hislher signature on the actual copy to 
be filed, with the understanding that such signature merely signifies that heishe has read the mater~al 
to be filed and does not necessarily indicate agreement with its content. 
The unit member shall have the right to answer any material filed and hislher answer shall be attached 
to the tile copy. 
Upon appropriate and reasonable request by the unit member, helshe shall be permitted to examine 
hisiher files. This does not include any pre-employment confidential material. 
The unit member shall be permitted to reproduce any material in hisiher files. (This does not include 
pre-employment confidential material). The unit member may be liable for any expense incurred. 
Material will be removed from the files when a unit member's claim that it is inaccurate, misleading, 
or inappropriate is sustained. 
An incident which has not been reduced to writing within three months of its discovery or its 
occurrence whichever is later. exclusive of the summer vacation period, may not be added to the file. 
(In the situation where a teacher is accused of a crime, the three month time limit shall not begin until 
a judicial decision has been made). 
1.7 Only material in the official District personnel file of the unit member may be used in any action by 
the District that could result in any consequences for the unit member (provided that this material is 
in the file prior to the recommendation for action). 
The only exception to this shall be where the material is relevant and where there is a legitimate reason 
why such material was not included in the file previously. (For example, when a single. specific 
incident has just occurred and is the basis for the action taken). 
ARTICLE XV 
JOB EVALUATION 
1.0 System for Evaluating Teachers 
I .  I Purpose: Evaluation is intended to improve the quality of instruction. 
1.2 Definition: The evaluation of a teacher is a cooperative and continuing process for the purpose of 
improving the quality of instruction, a process in which the teacher and others who work with him or 
her in the evaluation review the teacher's general and specific responsibilities, examine the cond~tions 
under which the teacher is working, determine whether the teacher is meeting the responsibilities 
sat~sfactorily, and decide upon changes. if any, that should be made in the responsibilities. the 
conditions, or the teaching. 
1.2 1 Observation: Those visitations ofan informal nature occurring at any time when the observer 
will call on the teacher to comment on the educational program in progress in the teacher's 
classroom. These observations would normally cover a lesson. 
1.22 Evaluation: The formal written record assessment of teacher performance. 
1.3 Implications of the Definition: 
Evaluation, to be constructive, must be cooperative. Evaluation is not something that is done 
teachers; it is something that teachers do with their administrative-supervisory colleagues. 
Evaluation requires mutual respect and confidence: it presupposes professional attitudes and 
understanding. 
Evaluation presupposes on the part of both inexperienced and experienced classroom 
teachers a desire for continued professional growth and the ability to think objectively with 
another person about possible directions of growth. 
The definition emphasizes the role of the teacher himself in the process of evaluation. Self- 
evaluation is basic. One mark of a professional worker is a high degree of individual 
rc-nons~bility. The teacher must choose an approprlnte action from many possibilities. The 
co~perating evaluator will h d p  the teacher find answers to hisiher questions, but the concern 
about raising the questions must be present in the teacher's own attitude toward hislher 
profession. 
Criteria for evaluation should be realistic. A given teacher in a given year may have a unique 
problem or need that deserves special emphasis andtor consideration. Conditions under 
which the teacher works warrant direct attection in making an evaluation. 
The definition assumes that the teacher with major difficulties will be identified and given 
special help, preparatory to a decision as to whether the teacher shouldcontinue in classroom 
teaching. 
The definition assumes that something will happen as a result of the evaluation. There could 
be some modifications in the assignment, in the teaching conditions, and in one or more 
specific aspects of classroom work that the teacher and the cooperating evaluator would 
identify as being worthy of special attention. Either weaknesses or strengths in hidher 
classroom performances might be singled out as areas for special work. Continued 
professional growth will be encouraged. Objectives, program, and process will be clarified. 
2.0 Essential Procedures: 
2. I Prior to a written evaluation being completed, a teacher will be observed in the classroomat least once 
and may be observed in the classroom environment several different times and at varying times of the 
day or in varying types of instruction. 
7 . 2  Records of the written evaluation of the teacher shall be made and retained in the teacher's personnel 
file. Other records may be added to the cumulative tiles by either the teacher or the cooperating 
evaluator. 
2.3 Every written evaluation will include an opportunity for a consultation between the teacher and the 
cooperating evaluator, or evaluators. 
2.4 The teacher shall receive a copy of the written evaluation, signed and dated by all concerned, in which 
the results of the formal evaluation are recorded. 
2 .5  Should the teacher not concur in the judgment of the cooperating evaluator or evaluators, both the 
teacher's judgment and the cooperating evaluator's judgment w ~ l l  be recorded, and an amicable 
adjudication of the difference of opinion should be sought. 
2.6 All essential procedures will utilize documentation as found in the APPR (Annual Professional 
Performance Review). 
3.0 The Evaluation Process: 
3.1 Probationary Teachers: 
.4 minimum of three formative evaluations will be done per year. The purpose of a formative 
evaluation is to establish a partnership for professional development. The first formative 
evaluation will take place before November 1 and the last formative evaluation will be 
completed by May 15, except for unit members whom a recommendation will be made as to 
whether they are granted tenure, then all formative evaluations will be completed by March 
15. 
A teacher or an evaluator may request an observation to take place within five school days 
after a formative evaluation. 
The evaluator's notes taken during an observation will not become part of the teacher's 
personnel file. The evaluator will provide a written formative evaluation based on the 
observation(s) which will become part of the teacher's personnel file after it is shown to the 
teacher. 
The first formativeevaluation witha first-year probationary teacher will be completed by the 
building principal with the teacher's mentor in attendance. This evaluation will not become 
part of the teacher's personnel file, unless the first year teacher and histher mentor agrees i t  
should be part of the file. 
In addition to formative evaluations, summative evaluations will be done on an annual basis. 
(See section 3.25  of this article). 
3.2 Tenured Teachers: 
A minimum ofone formative evaluation will be done every three years. It is understood that 
an evaluator may in fact, do more than one formative evaluation per year. It shall be 
tentatively announced that the formative evaluation shall occur within a given two-week 
per~od. 
.4 teacher or an evaluator may request a meeting to take place within five school days after 
a formative evaluation. 
The evaluator's notes taken during an observation will not become part of the teacher's 
personnel tile. The evaluator will provide a written formative evaluation based on the 
observation(s) which will become part of the teacher's personnel file after i t  is shown to the 
teacher. 
In addition to formative evaluations, summative evaluations will be done on an annual basis. 
(See section 3 . 2 5  of this article). 
The purpose of a summative evaluation is to deterrnlne the overall effectiveness and 
professional growth of teachers. A summative evaluation is a cooperative analysis between 
the evaluator and the teacher and shall include a pre-conference, conference. and a post- 
conference. 
The purpose of the pre-conference is for the evaluator and the teacher to discuss 
informal and formal supervisory observations. goal setting, and professional growth. 
Information from this conference will be utilized in the summative evaluation. 
Worksheets may be used. The pre-conference will be done within 90 days of the 
first day of school. 
The purpose of the conference is for the evaluator and the teacher to discuss the 
strengths, weaknesses and concerns of the teacher. At this meeting, the evaluator 
and teacher should agree on any plans for the maintenance and/or improvement of 
the instructional process. This conference will take place as agreed upon by the 
evaluator and the teacher. 
An evaluator or a teacher may request a post conference to review the final 
summative evaluation within five school days. The purpose of the post-conference 
is to review the goals set in the pre-conference, to review the strengths, weaknesses 
and concerns of the teacher expressed in the conference, to evaluate the plans for 
the rnuntenance andior improvement of the instructional process agreed to during 
the conference and to review the teacher's steps taken during the year towards 
hislher professional growth. 
The final written summative evaluation will be shared with the teacher within five 
school days of the final conference. 
4.0 Outcomes of Evaluations: 
4.1 This program of evaluation should lead to more effective utilization of the skills and abilities of the 
teachers. 
4.2 This program of evaluation should lead to improvements in the learning environment for pupils. 
4.3 In keeping with the purpose of evaluation, wherein a decision must be reached as to whethera teacher 
should be continued in classroom teaching, evaluation procedures must be followed before a teacher 
will be informed concerning recommendation for continuing service or termination. 
5.0 Evaluation and Observation Disagreements: 
5.1 If the teacher and evaluator do not concur on a written evaluation, a post-evaluation conference shall 
take place within five (5) school days after the teacher receives the written evaluation to try and solve 
differences. 
5.2 Should the teacher or evaluator not concur in the final written evaluation, both the teacher'sjudgment 
and the evaluator's judgment shall be recorded and placed in the personnel file within three (3)  school 
days after the above conference. 
5.3 If the teacher or evaluator is still not satisfied with the above action. then a joint conference shall be 
arranged between the Superintendent, the evaluator, and the teacher. Such a conference shall be held 
as soon as possible, but no later than ten (10) school days after Step 2 (Section 5.2). 
5.4 A teacher and/or evaluator may have another person present in the above conference. 
5 .5  In emergencies any of the above time limits may be extended and a new date will be mutually agreed 
upon. 
5.6 If no resolution is achieved, the teacher may pursue the grievance procedure at Stage One. 
ARTICLE XVI 
NO REDUCTION IN PROFESSIONAL STAFF 
Whenever a reduction in force or elimination of a position is required by economic considerations or 
educational requirements, the Board will first seek to make the adjustment through attrition. 
In the event any reduction is contemplated which might result in a lay-off, the Superintendent will notify the 
Association President as soon as possible in writing and provide a reasonable time under all the circumstances 
for the Association to respond and make a recommendation concerning the proposed reduction before a final 
decision is reached. 
Ifno response or recommendation from the Association is forthcoming within a reasonable time. the Board shall 
have no further obligation under this Article. 
Reasonable time shall be defined as fifteen ( 1  5) school days or fifteen ( 15) business days during the summer 
vacation period. 
ARTICLE XVII 
MISCELLANEOUS PROVISIONS 
This Agreement shall constitute the full and complete commitments between both parties and may be altered, 
changed. added to, deleted from, or modified only through the voluntary, mutual consent of the parties In a 
written and signed amendment to the Agreement. 
Before the Board adopts any change in current policy which affects wages, hours or other conditions of 
employment not covered by this Agreement, it will consult with the .4ssociation with the view of adoptmg a 
harmon~ous policy. 
This Agreement shall supersede any rules, regulations, or practices of the Board which shall be contrary to or 
inconsistent with its terms. The provisions ofthis Agreement shall be incorporated into and be considered part 
of the established policies of the Board. 
Any individual arrangement, agreement, or contract between the Board and an individual unit member. 
heretofore executed, shall be subject to and consistent with the terms and conditions of this Agreement and any 
individual arrangement, agreement, or contract hereafter executed shall be expressly made subject to and 
consistent with the terms of this or subsequent agreements to be executed by the parties. If an individual 
arrangement, agreement or contract contains any language inconsistent with this Agreement, this Agreement, 
during its duration, shall be controlling. 
If any provisions of this Agreement or any application of the Agreement to any unit member or group of unit 
members shall be found contrary to law, then such provisions or application shall not be deemed valid and 
subsisting except to the extent permitted by law, but all other provisions or applications shall continue in full 
force and effect. 
I t  is agreed by and between the parties that any provision of this Agreement requiring legislative action to 
permit its implementation by amendment of law or by providing the additional funds therefore, shall not become 
effective until the appropriate legislative body has given approval. 
A budget document in its present format. as distributed to the public, will be made available to the President 
ut'the Assoc~atlon as soon as ready and the summaries of the annual financial report are published in the 
newspaper and would be so available to the President of the Association. [f the Association wishes copies of 
the actual formal documents, they would be made available at a cost of 10 cents per page to the Association. 
7.1 The above would also apply to SA-124. State Aid Worksheet 
Copies of this Agreement shall be reproduced at the expense of the Board and given to all unit members now 
employed or hereafter employed by the Board within two weeks after its execution if that occurs later. 
ARTICLE XVlII 
AGENCY FEE 
Effective July 1, 1992 the South Lewis Central School District shall deduct from the wage or salary of 
employees in the bargaining unit who are not members of the South Lewis Teachers Association, the amount 
equivalent to the dues levied by the Association and shall transmit the sum so deducted to the Association in 
accordance with Chapter 677 and 678 of the Laws of 1977 of the State of New York. 
The Association affirms that it has adopted such procedure for refund of agency shop fee deduction as required 
in Sectlon 3 of Chapter 677 and 678 of the Laws of 1977 of the State of New York. This provision for agency 
,hop fce deduction shall continue in effect so long as the Assuciation mamtains such procedure. 
The agency shop fee deduction shall be made following the same procedures as are applicable for dues 
checkoff, except as otherwise mandated by law or this Agreement. 
The District shall begin payroll deduction of dues for any new unit member within thirty (30) days of hisher 
employment. The Association shall provide the total amount to be deducted and the number of pay periods 
these deductions are to take place. 
ARTICLE XIX 
BENEFIT TRUST AND TSA 
NYSUT Benefit Trust 
1.1 The District will deduct from the salaries of those members participating in the Trust an amount 
authorized by said unit member on Benefit Trust forms. 
1.2 The deductions will commence on the second pay period of the school year, and will continue for 
twenty (20) consecutive pay periods in a school year. 
1.3 The authorization may be withdrawn at the discretion of the unit member. Unit members may enter 
the Trust or change their contributions on a bi-weekly basis. 
1.4 The monies deducted will be forwarded by the District to the NYSUT Benefit Trust once per month. 
TSA Payroll Deductions 
2.1 Unit members may enter or change their contributions to TSAs during the months of September and 
March only. 
Direct Deposit 
3.1 The District will provide direct deposit of employee pay to Key Bank, Rome Federal Credit Lhion. 
Northern Federal Credit Union, or Community Bank. Employees may commence direct deposit or 
make changes during the first full week of school In September or January. 
ARTICLE XX 
ACADEMIC INTERVENTION SERVICES 
1.0 Academic Intervention Services (AIS) is the exclusive bargaining unit work of the Association. 
2.0 AIS assignments during the school day shall be voluntary. 
2. I AIS assignments during the school day shall be treated as teaching assignments. 
2 . 2  AIS assignments during the school day shall be made, whenever possible, to a teacher certified in tht 
content area being taught for those students. 
3.0 ,\IS assignments outside the regular school day shall be voluntary, according to the following conditions: 
3.1 The District will have the right to set forth a deadline for volunteers, 
3.2 Unit members who volunteer and who are certified in the subject area AIS is required, shall be giver 
first consideration to fill vacancies. 
3.3 Appointment to AIS positions will be on a yearly basis only. 
3.4 If no appropriately certified unit member volunteers for AIS outside the regular school day tht 
deadline set by the District, or if Insufficient numbers of appropriately certified unit memben 
volunteer for the AIS positions needed, other unit members who volunteer, shall be appointed to fil 
the AIS vacancies. These appointments will be done In consultation with the District and thc 
Association and based on sound education policy. 
3.5 Filling of AIS positions with non-unit members shall take place only after sections 3.1 - 3.4 above 
have been exhausted. 
3.6 AIS instructors shall be paid for the hours they perform AIS instruction outside of the regular school 
day plus one 15 minute planning time for each hour of instruction required. 
3.7 The hourly rate of payment for AIS instruction shall be $30.00 per hour. 
1.0 The District has the sole right to determine the number of AIS positions and when such services shall be 
performed. 
5.0 A district administrator shall be available when AIS is being performed. 
6.0 Due to the nature of AIS, the maximum number of students shall not exceed five (5) per AIS assignment This 
number may be waived after consultation with the District, the Association, and the unit member involved. 
Under these circumstances, the number of students shall not exceed eight (8) per AIS assignment. 
ACADEMIC INTERVENTION SERVICES ADMINISTRATION 
For the school year starting In September of 200 I : 
I .  The Academic Intervention Services (AIS) program will remaln as it is in the 2000-2001 school year. 
1 
-. Teachers who are requested to teach AIS classes will be released from a study hall assignment and 
given an AIS class. 
3 .  They will continue to have five (5) regular assignments and one ( I )  study hall assignment. it is 
understood for this academic year, Middle School Teachers who accept AIS assignments will have 
six (6) classes and two (2) preps which may include team planning. 
4. Teachers who are working with AIS assigned students shall encourage them to work on AIS 
assignments during the assigned time and assist the students with such work. 
5. Teachers are not requ~red to provide students with extra lessons or write lesson plans or grade the 
students during this year of the agreement. 
For the school year starting in September of 2002: 
1. Teachers may volunteer for AIS assignments. 
2 .  AIS will be considered a sixth class and by contract the teacher will be released of any additional 
duties. 
3. This will provide the teacher with two preparation periods per day to prepare for AIS classes as well 
as the teacher's regular classes. 
4. AIS instructors will be required to evaluate and report on student performance and on spec~fic AIS 
rc'ated needs. 
5. Tcachcrs will provide necessary instruction to the AIS students. 
For the school year starting in September of 2003: 
1. Additional teachers may be released from their study halls duties to performnecessary AIS instruction. 
ARTICLE XXI 
a. The District will allow payroll deductions for VOTE/COPE. 
1. The Association will provide the District with payroll deduction cards. 
2. All deductions will be done on a voluntary basis. 
3. Funds collected by the District will be sent to VOTEICOPE within fourteen (14) days of the last 
payroll deduction. 
ARTICLE XXII 
STAFF DEVELOPMENT DAYS 
a. Following the Professional Development Plan (PDP), the Staff Development Days will be coordinated with the 
District and the Association. 
1. The development and on-going assessment of the educational program is of foremost Importance to 
the District and professional staff. Therefore, both the District and the Association will cooperate 
through varied mechanisms to communicate, seek input and plan outcomes. 
2. A committee composed of District and Association appointees. has the specific responsibilities In 
matters of staff development and curriculum development. 
3. The Superintendent of the District and the President of the .4ssociation will jointly chair this 
committee. 
ARTICLE XXIII 
MENTOR PROGRAM 
L .O All essential procedures will utilize documentation as found in the Professional Development Plan 
that references the Mentor Program. 
SASE SALARY 2007-2008 BASE SALARY 2008-2009 
.ongevity Years 
17 59205 60205 61205 
20 62659 63659 64659 
25 65639 66639 67639 
30 67547 68547 69547 
2008-9 
STEPS 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
I I 
12 
13 
14 
15 
16 
Longevity Years 
17 60501 61501 62501 
20 63990 64990 65990 
25 66999 67999 68999 
30 68926 69926 70926 
!009-10 
STEPS 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
16 
BASE SALARY 2009-2010 
-0ngevity Years 
17 61786 62786 63786 
20 65309 66309 67309 
25 68349 69349 70349 
30 70295 71295 72295 
BASE SALARY 201 0-201 1 
STEPS 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
16 
17 
20 
25 
30 
MASTERS = $579 
UNITS UNITS 
1 140 6 840 
2 280 7 980 
3 420 8 1120 
4 560 9 1260 
5 700 
The amount paid for every three hours of approved graduate courses 
will be adjusted to equal one-tenth of the dollar difference between 
any two columns on the salary schedule at the same step. 
Approval for graduate courses is at the discretion of the Superintendent. 
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The Base percentage is on B + 30 scale of the Teacher Salary Schedule (Appendix A). Coaching personnel will 
be paid the Base percentage on the second step of that schedule. They will receive one step for each season of coaching 
experience in a given sport. 
Group I Varsity Baseball 
Varsity Basketball 
Varsity Football 
Varsity Soccer 
Varsity Softball 
3 
5.25% 
2 
5.75% 
Group 
Base 
Varsity Swimming 
Varsity Track 
Varsity Volleyball 
Varsity Wrestling 
Varsity X-Country 
I 
7.5O0/0 
I Group 2 
4 
4.75% 
Varsity Skiing Ass't Varsity Football 
5 
4.25% 
Group 3 
Group 4 
Varsity Cheerleading, Winter Rifle 
Ass't Varsity Wrestling JV Basketball 
Ass't Varsity X-Country 
JV Baseball 
JV Soccer 
JV Softball 
JV Volleyball 
JV "B" Basketball 
Ass't Track 
Golf 
Fall Cheerleading 
Group 5 8th Grade Basketball Modified Softball 
7th Grade Basketball Modified Swim 
JV Winter Cheerleading Modified Track 
Modified Baseball Modified Volleyball 
Modified Football Modified Wrestling 
Modified Soccer Modified X-Country 
I. A person who has coached a varsity team will be given full credit for all years of varsity experience if that 
person coaches any other level of that sport. 
2 .  A person who has coached a JV team will be given one (1)  year of varsity credit for each two (2) years of 
previous JV experience in that sport should that person be assigned the varsity coaching position in that sport. 
3. A person who has coached a modified team will be given one ( I )  year of JV credit for each two (2) years of 
prevlous modified experience in that spon should that person be assigned the JV coaching position in that sport. 
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4. If a person is coaching two (2) levels in the same sport and in the same season, he/she will be paid one half of 
the lower salary in addition to the full higher salary. 
5 .  A person who has coached a JV team will be given full credit for all years of coaching in that sport should the 
person be assigned the modified coaching position. 
6. After the first round of sectional playoff, the coaches will be reimbursed at a rate of $25.00/per day for practice 
or play of their sectionaVState play. 
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2007-8 
Step Base 
COACHING SALARIES 2007-2008 
7.50% 5.75% 5.25% 4.75% 4.25% 
Group 1 Group 2 Group 3 Group 4 Group 5 
2789 2138 1952 1766 1580 
2842 21 79 1990 1800 1611 
2896 2220 2027 1834 1641 
2957 2267 2070 1873 1676 
301 9 2314 2113 1912 1711 
3088 2367 2161 1956 1750 
31 64 2426 221 5 2004 1793 
3248 2490 2274 2057 1841 
3340 2561 2338 2115 1893 
3439 2637 2407 21 78 1949 
3554 2724 2488 225 1 2014 
3683 2824 2578 2333 2087 
3828 2935 2679 2424 2169 
401 0 3075 2807 2540 2273 
429 1 3290 3004 271 8 2432 
4515 3462 3161 2860 2559 
4774 3660 3342 3024 2706 
4998 3832 3499 31 65 2832 
5141 394 1 3599 3256 291 3 
5284 4050 3699 3347 2994 
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2008-9 
Step Base 
COACHING SALARIES 2008-2009 
7.50% 5.75% 5.25% 4.75% 4.25% 
Group 1 Group 2 Group 3 Group 4 Group 5 
2009- 10 
Step Base 
COACHING SALARIES 2009-2010 
7.50% 5.75% 5.25% 4.75% 4.25% 
Group 1 Group 2 Group 3 Group 4 Group 5 
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2010-1 1. 
Step Base 
COACHING SALARIES 2010-201 1 
7.50% 5.75% 5.25% 4.75% 4.25% 
Group 1 Group 2 Group 3 Group 4 Group 5 
3039 2330 2127 1925 1722 
3094 2372 21 66 1960 1753 
31 50 241 5 2205 1995 1785 
3213 2463 2249 2035 1821 
3276 2512 2293 2075 1856 
3347 2566 2343 2120 1897 
3426 2627 2398 2170 1941 
351 3 2693 2459 2225 1991 
3607 2765 2525 2285 2044 
3709 2844 2597 2349 2102 
3827 2934 2679 2424 2 169 
396 1 3037 2772 2508 2244 
4048 3103 2833 2563 2294 
4298 3295 3008 2722 2435 
4587 3517 321 1 2905 2600 
4818 3694 3373 3051 2730 
5085 3899 3560 322 1 2882 
5315 4075 372 1 3366 301 2 
5463 4188 3824 3460 3096 
561 1 4301 3927 3 554 3180 
South Lewis Extracurricular Assignments Appendix B(3) 
Page 1 
SENIOR HIGH SCHOOL STIPEND 
CLASS ADVISORS 
Senior 
Junior 
Sophmore 
Freshmen 
ACTIVITY ADVISORS 
Student Council 
Bookstore 
Yearbook 
Nat~onal Honor Society 
F.C.C.L.A. 
Freelancers 
F.F.A. 
Physical Conditioning and Weight Training 
Girls Athletic Association 
Varsity Club 
Odyssey of the Mind Coordinator 
Mock Trial Competition Advisor 
SAVE 
STAGE PRODUCTION 
Director 
Assistant Director 
Pit Conductor 
Stage Construction 
Light~ng 
Sound 
Ticket Sales 
Program Design and Layout 
COMPUTER ASSISTANT 
OTHER 
Auditorium Coordinator 
Scorekeeper 
Timekeeper 
Ticket seller 
30 Second Clock Operator 
Overnight Ski 
Recreation Ski 
Audio, VisualiVideo 
Accompanist 
$750 per advisor 
$300 per advisor 
$300 per advisor 
$300 per advisor 
$325 
$43 per event 
$43 per event 
$43 per event 
$22 per event 
$90 per event 
$475 per advisor 
$1,075 
$150 per event (maximum 6 events) 
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MIDDLE SCHOOL STIPEND 
ACTIVITY ADVISOR 
Student Council 
Jr. Falcon Club 
Nat'l. Honor Society 
Yearbook 
$525 
$300 per advisor 
$300 
$650 
STAGE PRODUCTION $1,600 total budget 
COMPUTER ASSISTANT $700 
ELEMENTARY SCHOOL STIPEND 
F~fth Grade Tr~p  Coordinator $525 
STUDENT COUNCIL 
Constableville 
Glenfield 
Port Leyden 
ACTIVITY ADVISOR 
FOSPA 
COORDINATORS 
AV Glenfield 
AV Port Leyden 
AV Constableville 
COMPUTER ASSISTANT 
Constableville 
Glenfield 
Port Lrvden 
$30iper hour (up to 20 hrs. per 8-week session) 
ALL SCHOOLS STIPEND 
Chaperone-Home $43 per event 
Curriculum Development $1 8.50lper hour 
Tutors $18.501per hour 
Mentor $525 
Summer School Teacher $30/hour 
Summer School Coordinator $375 
Team Leader $300 
MUSIC DEPARTMENT STIPEND 
Bi-County $125 
NYSSMA 
Area All State 
Select Choir Director 
PREAMBLE 
111 order to effectuate the provisions of Chapter 392 of the Laws of 1967 (The Public Employees' Fair Employment Act), 
to encourage and increase the effective and harmonious working relationship between the South Lewis Central School 
Board of Education (hereinafter referred to as the "Board") and its professional employees represented by the South 
Lewis Teachers' Association (hereinafter referred to as the "Association") and to enable the professional employees 
more fully to participate in and contribute to the development of policies for the School District so that the cause of 
public education may best be served by the South Lewis School District. 
This contract shall be in effect from July 1, 2007, until June 30, 201 1. 
Association ~resideht 
- 
Chief School Officer 
/O -- ?--07 
Date 

